The purpose of the study was to identify the relationship between Human Resources Management system (HRM system), vertical trust, and job involvement. This type of involvement in work is considered very important for an organisation because it affects the added value generated employees. It is also associated with the well-being felt by individuals and testifies to the satisfaction of their psychological needs. The study was conducted on a group of 227 employees of large and medium-size entities. The application of the Structural Equation Modelling (SEM) made it possible to confirm the relationship between the HRM system and job involvement with the mediating role of vertical trust in the examined relationship. In order to verify to what extent the job involvement variation can be explained by the HRM system, a multi-dimensional linear regression analysis was applied.
Introduction
Because of the changeable economic environment, organisations nowadays will have to demonstrate flexibility and the ability to adjust themselves to new conditions. In order to meet this challenge, they need competencies and employee involvement. The results achieved by an enterprise and its ability to deal with the changing requirements of its environment depend on the kind and degree of involvement of its employees. Both researchers and practitioners of management consider human capital the determining factor of organisational development and growth that enables companies to achieve their competitive advantage. Job involvement is especially important in this context as its high level means that employees treat work as a core value in their lives, important for their image and self-esteem (Glińska-Neweś, Stankiewicz, 2013) . Moreover, this kind of involvement is related to the degree in which the following needs are satisfied by an individual at work: prestige, respect for oneself, and autonomy. As a result of such a high level of involvement, excellent results can be achieved, improvements or innovative solutions may be reported, clients are satisfied, and an added value is created for an organisation (Krot, Lewicka, 2016) . This is why efforts continue to be made in order to identify the practices and tools used to stimulate job involvement.
Some authors (Sanders, Dorenbosch, Reuver, 2008) indicate that job involvement is related to the qualities of an individual, which is why an organisation may have a limited influence on it.
Moreover, it is emphasised that job involvement is related to specific tasks and does not translate into a general attitude to work, which means that an individual may be extremely involved in performing work that is in line with their core values and the qualities of a work situation that they identify with. There are, however, some organisational factors that may have an impact on work, i.e. the leadership style represented by the supervisor, involving an employee in the decision-making process, social factors, and work characteristics. It is also emphasised that HRM systems may influence results at the level of individuals and organisations (Pfeffer, 2007) .
The results obtained by researchers in various countries over the past 20 years confirm that human resources management style has an impact on product quality, profitability, productivity, and value for stakeholders (Ahlstrom, 2014; Cascio, 2006; Shaw, 2006) . These studies also demonstrate that interorganisational trust is a factor that stimulates such positive attitudes in an organisation as collaboration or sharing knowledge or ideas (Krot, Lewicka, 2016) . So far, no large-scale studies of the impact of trust on job involvement have been conducted. R. Robertson, C. Gockel and E. Brauner (2012) demonstrated that trust in a team has a positive impact on the results achieved by the team. S.P. Brown and T.W. Leigh (1996) , on the basis of empirical studies, showed that there is a relationship between the psychological atmosphere, where trust is an important element, and job involvement as well as effectiveness at work. It has also been shown that the leadership and support of a supervisor are important factors influencing job involvement, which leads to the assumption that trust in the relationship between a supervisor and subordinate will have a positive impact on this kind of involvement.
Considering the above, the aim of this paper is to answer the question whether HRM system has a direct impact on job involvement. Moreover, it seeks to find out whether horizontal or vertical trust facilitate the relationship between the constructs under examination.
Human Resources Management system (HRM system)
The HRM system has been studied by researchers in different contexts. The one that is indicated most often is the context of the impact of human resources management practices (HRM practices) on the development of competencies and knowledge in an organisation and on such attitudes and behaviour of employees as involvement, loyalty to an organisation, focus on results, etc. (Boselie, Paauwe, 2005) . In this concept, having American roots, the attention is put on individual (in contrast to collective) approach to human resources management, and using HRM practices in order to direct employee involvement toward the organisation's aims (McGunnigle, Jameson, 2000) . So far, no obligatory set of HRM practices has been developed. This list keeps changing and expanding because of the ongoing development and improvement of activities related to personal functions. It is emphasised, however, that four of them are the most important. These are the practices related to training and development, the remuneration system, and performance management, which also includes employee evaluation as well as recruitment and selection (Boselie, Paauwe, 2005) . An increasing importance is attached to HRM practices as the factors that facilitate the development of favourable inspiring work environment based on fair procedures and free from such irregularities as discrimination, mobbing, etc.
The authors indicate, however, that it is important how HRM practices are perceived by employees because their positive perception is what determines the real degree and scope of their impact on employees' actions and decisions (Boselie, Paauwe, 2005; Bowen, Ostroff, 2004) .
What is emphasised is the importance of the dissemination of information on personal practices, making employees aware of its content and aims, full information on the possibilities available within an organisation. What lies at the foundation of this approach is the conviction that you have to differentiate between the practices introduced to an organisation (the perspective of the HR department and general managers) and the way in which such practices are seen by employees. The term that arises in this context is the HRM climate, which is created on the basis of employees' observations and feelings (Kinnie, Hutchinson, Purcell, Rayton, Swart, 2005) .
It is considered the mediating mechanism between the policy, the personal practices applied, and the results of an organisation (Sanders et al., 2008) .
Considering the relationship between HRM system and job involvement, one must note the concept of High Performance Work systems (HPW system). These systems are usually defined as a coherent combination of HRM practices, the way of work organisation, and the processes that enable the maximisation of employees' development, knowledge and skills, their involvement in work, and attachment to the organisation (Kroon, Voorde, Veldhoven, 2009, and Farndale, Brewster, Poutsma, 2008) . The HRM policy and practice should follow from the organisation's strategy and be in line with its organisational culture. Also, they should increase the employee's focus on the achievement of the organisation's aims and lead to the activation of the desirable behaviour within the organisation. This process should result in the greater work effectiveness of both employees and the organisation. Studies show that the key mechanism that makes it possible to activate this process is a positive response of employees to HPW system (Cavanagh, McNeil, Bartram, 2013; Lepak, Liao, Chung, Harden, 2006) . The above considerations lead to the conclusion that the HRM system may improve work effectiveness by means of stimulating the employees' behaviour and job involvement.
Job involvement
Job involvement is a cognitive state of psychological identification with work, which is treated as an instrument of satisfying an employee's important needs and expectations (Kanungo, 1981) . It is accompanied by an individual's conviction that thanks to work they may fulfil themselves and that their achievements at work build their self-assessment and are essential in developing their self-esteem. Some authors think that job involvement is rather related to the qualities of an individual (Rabinowitz, Hall, 1977) . It is based on the values this individual adheres to, in particular the value attached to work. On the other hand, job involvement may be more related to specific jobs because it is a result of the alliance of one's personal qualities with work environment. There are also some authors who emphasise the role of the work environment that stimulates this kind of involvement claiming that it requires the satisfaction of an employee's psychological needs (Govender, Parumasur, 2010) , it is related to the general level of satisfaction with one's workplace and the tasks performed (Huang, Ahlstrom, Lee, Chen, Hsieh, 2016) as well as the organisational climate, in particular such factors as: supportive leadership, the clarity of roles, appropriate remuneration, the possibility of taking up challenges, encouragement and support from colleagues (Lodahl, Kejner, 1965) . Moreover, the factors that determine one's sense of autonomy, such as participation in decision making, the differentiation of tasks, the identification with tasks, the perceived importance of tasks, and the feedback received are important too (Hackman, Oldham, 1980) . The role of empowerment as a factor strengthening work involvement should also be emphasised (Karia, Asaari, 2006; Boon, Safa, Bakar, 2007) .
L.M. Hung (2008) indicates that the cultivation of work involvement should be one of the most important aims of an organisation because it stimulates organisational effectiveness and the motivation of individuals. Many studies prove that job involvement is reflected by the effectiveness of an organisation contributing to its success.
Vertical trust
Vertical trust (trust between a supervisor and subordinate) is related to the important impact of supervisors on the decisions concerning subordinates, such as: the assignment of tasks, the evaluation of work, current feedback information, decisions on the possibilities of development and promotion, the assignment of resources, etc. The relationship between a supervisor and subordinate is characterised by asymmetry as the supervisor's status is higher, they have more information and the ability to control the activities of subordinates, which causes their uncertainty and dependence (Nienaber, Martins, 2015) . So far, not many studies have focused on trust and its impact on involvement. Primarily, they document the impact of trust on involvement in vertical relations (Chughtai, Buckley, 2010) . Studies indicate that the managers who show trust with regard to their employees, at the same time are more willing to invest in them, encourage them to development and promote them, as well as more often involve their employees in the management process (Tzafrir, Eitam--Meilik, 2005) . The definitions of trust available in the relevant literature emphasise that trust is related to a positive attitude to the other party in a relationship, belief that the partner will act to the benefit of both parties, the willingness to invest our own resources into relationships, taking into account the risk and some dependence on the partner at the same time (Krot, Lewicka, 2016) . Trust to your partner plays an important role in the organisational reality because it is the foundation of all relationships, it enables collaboration, knowledge sharing, facilitates decision making, and reduces the costs of transactions. It should be emphasised that job involvement is related to the factors that build work environment, such as, e.g., the supervisor's supporting attitude. Hence, the assumption that trust in the relationship between the supervisor and the subordinate (vertical trust) may have an impact on job involvement.
Methodology
The aim of the study was to identify the impact of the HRM system on job involvement and to test the possible impact of vertical trust as a variable mediating this relationship. The relevant literature indicates that there is a relationship between the constructs under examination, i.e. the HRM system and job involvement, but this relationship has not been extensively studied yet (Huang et al., 2016) .
The analysis of factors conducted on the empirical material collected made it possible to identify the variables with the satisfying level of Cronbach's alpha value.
The variables used in the study can be found in Table 1 . The HRM system variable was made of six statements. Three of them were related to the HRM practices: possibilities of development, succession, and the selection of employees.
Three were related to the HRM process, i.e. how the personal function is implemented and how employees perceive and assess it, which translated into its perceived importance within an organisation. The statements concerned the knowledge of personal practices, the conviction that the HR department develops important projects and takes up activities aiming to develop a high-quality work environment. Some example statements used to examine job involvement were as follows: I think I have a significant share in the achievement of the organisation's aims,
I am striving to improve work methods and the results achieved.
The scale used to examine vertical trust was made of six statements, e.g. My boss openly tells me about the matters that are important for me.
The data used in this study comes from the sample N+1065, which is a randomly chosen representation of Poland's population aged 18+ with the application of the CATI (Computer Assisted Telephone Interviewing) method, a technique applied in qualitative studies. To select the sample, RDD (Random Digit Dialling) was used. In this kind of studies, it is also essential to link land line telephone numbers and mobile phone numbers as the number of land line phone users is decreasing to the benefit of mobile phone users (70% of the sample). There were 227 respondents who took part in the study, selected with regard to the size of their organisation, large or medium, 53% of men and 47% of women. The proportion of 43% of the respondents were regular employees, 24% were specialists, and the rest of the group included managers.
The respondents were asked to respond to the statements using the 5-level Likert scale.
The analyses were conducted using the R programme. In the study, Structural Equation
Modelling (SEM) was applied to identify the cause and effect relationships between the selected conditions of job involvement.
Results
The aim of the study was to answer the question whether there was a direct and indirect impact of the HRM system on job involvement. In order to verify to what extent the job involvement variation can be explained by the HRM system, a multi-dimensional linear regression analysis was applied. The results obtained can be found in Table 2 . Source: authors' own study.
The multiple correlation indicator R equals 0.61. The variation explained by the variables adopted in the model makes over 1/3 (37%) of the total variation of job involvement (R 2 = 0.37).
In order to answer the question whether vertical trust works as a mediator between the HRM system and vertical trust, the SEM method was applied. Table 3 presents the evaluation of the parameters and the SEM alignment level. which also confirms that the model is well aligned with the empirical data. The analysis of the parameters that can be found in Table 2 -Vertical trust works as a mediator in the relationship between the HRM system and job involvement. It is the so-called partial mediation.
Discussion
The results obtained made it possible to achieve the aim of the study by confirming the The results obtained confirm the data available in the relevant literature confirming that the HRM system contributes to a significant extent to stimulating involvement in work (Boon et al., 2007; Kroon et al., 2009; Farndale et al., 2011) . On the basis of the mediation model, one may conclude that the relationship between the HRM system and job involvement is partially explained by the mediating role of vertical trust. As proven by the results obtained, the HRM system has a significant impact on shaping vertical trust, which is confirmed by the results obtained by other authors (Vanhala, Ahteela, 2011) . Probably, this effect is a result of the right selection, promotion, and training of managers, whose competencies have become very well This study has also demonstrated that vertical trust as a mediator in the relationship between the HRM system and job involvement does not strengthen the impact of the HRM system on job involvement to a large extent. This relationship, however, requires further indepth studies.
The results achieved should be an inspiration for HR managers responsible for the organisation's personnel policy. It turns out that both HRM practices, such as the possibility of development and promotion, employees' selection, as well as HRM process, e.g. the availability of information about possibilities, have an impact on job involvement. In this context, it would be recommended to take advantage of the HRM system to develop vertical trust, essential for stimulating positive attitudes among employees, including job involvement.
This study, however, has some limitations, which include, e.g., data collection.
Respondents' opinions are, by nature, declarative, especially when the data related to dependent and independent variables is collected in the same way. Moreover, in the future, this study should be repeated on larger and more uniform groups, e.g. in the high-tech sector as compared with traditional sectors, and in diversified professional groups.
In the future, it would be recommended to develop dependence models between the HRM system and job involvement that would take into account a greater number of variables, e.g., the sense of autonomy at work, and test mediating variables, such as the kind of leadership or the supervisor's support. It would be also interesting to expand this approach by a qualitative study, thus gaining a better insight into the relationship under examination.
